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INTRODUCTION
The Design for Maintaining Maritime Superiority, Version 2.0 (Design 2.0) makes 
clear that our Navy faces a competitive security environment unlike the past 25 years. 
Prevailing in an environment with this pace and complexity demands agility and 
urgency. It also demands maximum performance from our most important asset: our 
Sailors.
 
In support of Design 2.0, we will be a dominant naval force, composed of outstanding 
leaders and teams, armed with the best equipment, that learns and adapts faster than 
our rivals. Every person and every unit in the Navy will maximize their potential and be 
ready for decisive combat operations.
 
To win, our leaders must enable our teams to think more clearly, learn more rapidly, 
and make better decisions more quickly and more accurately than our adversaries.  
We must create opportunities to become better leaders and to make our teams 
stronger.  We must be engaged leaders laser-focused on building winning people and 
teams.
 
As effective Navy leaders, we must demonstrate a deliberate commitment to grow 
personally and professionally throughout our careers. We work from a foundation of 
humility, embracing our core values of honor, courage, and commitment. We pursue 
excellence in accordance with our core attributes of integrity, accountability, initiative, 
and toughness. We commit to improving competence, character, and connections 
in ourselves and in our teams. We set ambitious goals and then inspire our teams to 
achieve the best possible performance.
 
Serving as a leader in America’s Navy requires a dedicated and coherent approach 
that starts on day one and continues throughout our careers. The Navy Leadership 
Development Framework describes how to achieve this imperative.
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THE GOAL

They connect, communicate, challenge, train, and recover with us. Our Navy leaders 
are humble; they are open to our meaningful feedback. They are ready to learn and 
make all of us better. When they win, they are grateful, and spent from their effort. 
 
Navy leaders form our teams into a community, with a deeply shared commitment, 
dedicated to the pursuit of victory.
 
We all need to be Navy leaders, and we must all have this drive. Each of us must ask 
an important question: Are we ready to dedicate ourselves to pursue “best ever” 
performance? If the answer is yes, we can be a Navy leader. The stakes are too high, 
and the security of the nation is too important. We must serve at our limits and inspire 
others to be the best in the world. 

When we imagine our truly world-class leaders—those consistently at the top of 
the pack, victorious in our most challenging contests—we see that they embody an 
essential quality:
 
Navy leaders inspire us to relentlessly chase “best ever” performance. They study, 
innovate, experiment, practice, sustain, seize every moment, expend every effort—all 
to outfox our competition.
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On-the-job training: Continued training within individual units increases both 
the breadth and depth of the connections we forge in formal schooling. As our 
relationships deepen, they lead to unit cohesion—the force that compels teammates 
to commit to one another every day. The connections promoted by on-the-job training 
allow teams to best execute the Plan, Practice, Perform, Progress, and Promulgate (P5) 
cycle through an open and supportive climate. We should think carefully about the 
means we use to connect, ensuring they match our particular circumstances. Just as 
the increasing rate of technological creation and adoption affects the global security 
environment, technological changes also affect the ways we connect with one another. 
Social media and other technologies provide easier means to connect over long 
distances, but taken too far, they can also foster feelings of isolation. Leadership is a 
human endeavor. Technology has its place, but it is often a poor substitute for person-
to-person connections. 

 Self-guided learning: Connectedness is one area where self-directed development 
can be most useful. We can and should make connections in many ways. We have 
many places to cultivate connections: our families, our friends, our faith, our hobbies 
and interests, and our profession. All serve to strengthen our commitment and 
toughness, and to serve as a source of strength, insight, and comfort for others. 
Finally, as described in “One Navy Team” at the end of this Framework, our teams are 
the strongest when they are diverse. Diverse groups make more effective decisions in 
matters of competence and more ethical decisions in matters of character.  We can’t 
understand what is in our shipmate’s head if we are closed to others’ points of view or 
life experiences. Our competitive advantage as Sailors will be in creativity, innovation, 
and agility—all allowing us to make better decisions in combat.
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A discussion about leader development must address mentors. Much of what’s been 
discussed so far has been about teachers, coaches, and trainers. Teachers focus on 
transferring knowledge from themselves to their students. Coaches and trainers 
develop operational habits and skills through “sets and reps”—drills and routines 
that perfect our habits. Mentors do all of the above and more, in a way that is more 
personal, involved, and longer term. This special connection helps protégés develop 
competency and character. Mentors probe deeply into their protégés’ strengths and 
weaknesses, challenging them to be more well-rounded and ever better.

Mentorship strengthens both the protégé and the mentor. When we mentor, we 
devote ourselves to our protégés’ growth and success. We transfer energy from 
within ourselves to our charges. We form productive mentor-protégé relationships 
when development comes from loyalty—from mentor to protégé and from protégé 
to mentor—beyond that of a teaching or coaching relationship. This is extremely 
important in leader development. The farther we travel down the three-lane path, the 
more valuable mentors can be. It’s important to seek opportunities to mentor and be 
mentored. These connections can be decisive.
 
Advocacy activity moves mentorship into the public sphere. By advocating for 
our protégés, we move into action. We scan the environment for professional 
opportunities (projects, jobs, workshops) for which our protégés would be well 
matched—where they would do well and also grow. But there’s more. We then 
contact the decision-makers for that opportunity—make a phone call, send an email, 
have a conversation—and recommend our protégé for the position. This active step 
is important, requiring a further degree of dedication on our part that makes our 
personal commitment public.

Mentorship and Advocacy
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